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(2 человека), для получения смежной профессии (8 человек), получили 
смежную профессию. 10 человек прошли обучение по образовательным 
программам обучающих курсов. За работниками, которые были направ-
лены на учебу, сохранялась средняя заработная плата на основном месте 
работы на весь период обучения. Затраты на осуществление мероприятий 
по повышению квалификации и профессиональному обучению персонала 
в 2018 г. составили 14022,94 руб. 

Особое внимание в ОАО «Барановичхлебопродукт» уделяется орга-
низационным и техническим мероприятиям, предусмотренным дейст-
вующими нормативными документами, по профилактике производствен-
ного травматизма и профессиональных заболеваний. В 2018 году несчаст-
ных случаев на производстве не зарегистрировано. Ежемесячно проводят-
ся дни охраны труда и промышленной безопасности; ведется лаборатор-
ный контроль за факторами производственной среды на рабочих местах 
(шум, запыленность, освещенность, уровень электромагнитного излуче-
ния); осуществляется ежегодное обучение всех работников по охране тру-
да, пожаровзрывобезопасности и ликвидации аварий. На комбинате дей-
ствуют 33 инструкции по охране труда.  

Таким образом, на комбинате уделяется серьезное внимание развитию 
кадрового потенциала и ресурсов личности. Это обеспечивает удовлетво-
рение потребности в кадрах, их подбор, расстановку и продвижение. Име-
ет место непрерывное обновление знаний персонала, координация пове-
дения работников, улучшение условий труда.  
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Аннотация: В статье описаны роль и значение профессионального 

обучения, служебного и карьерного роста персонала, то есть тех факто-
ров, которые способны влиять на формирование профессиональных ком-
петенций каждого задействованного работника на предприятии. Опреде-
лено, что руководство предприятия должно быть заинтересовано в разви-
тии профессиональных компетенций персонала, как определяющего фак-
тора формирования его интеллектуального капитала и интеллектуальной 
ценности. 

Abstract: The article studies the role and importance of professional train-
ing, career and career growth of personnel, that is, those factors that can influence 
the formation of professional competencies of each employee involved in the 
enterprise. It was determined that the management of the enterprise should be in-
terested in the development of professional competencies of personnel, as a de-
termining factor in the formation of its intellectual capital and intellectual value 

 
Introduction. The real value of the organization is human resources, which 

with the help of their competencies – a set of knowledge, skills, abilities, and 
other abilities form intellectual capital. 

Given that the economy of the future is a knowledge economy that requires 
adequate staffing, effective management of professional competencies of the 
company's staff in order to increase the value of intellectual capital, which, in 
fact, is a source of competitive advantage, is certainly high, that and determines 
the relevance of the topic of the presented study. 

The main part. In market conditions, one of the determining factors in the 
development of the enterprise is its staff. The company should promote the pro-
fessional development of its employees, as staff development ensures the de-
velopment of the company. 

At the present stage of market development, the main value and advantage 
in competition is the quality of human capital. Obviously, the greatest attention 
should be paid to issues of development, professional training, career and ca-
reer growth of staff, ie those factors that can affect the competence and compe-
tence of each employee in the company, so the constant improvement of com-
petencies and training of its employees is one of the important factors of its 
success [7]. 

Theoretical and applied provisions related to the study of personnel compe-
tencies and their management are covered in the works of domestic and foreign 
scientists: Hamel G., Mol MJ, Dzinkowski R., Fazlollahtabar H., Shirazi B., 
Porramezan Ganji A., Fletcher W., Semiv LK, Maznev G. and many others. In 
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the works of these and other scientists revealed the classification of staff com-
petencies, highlighted the advantages and disadvantages of the use of certain 
methods of improving competence and professional development and training 
of employees. Despite numerous developments in this area, the factors of for-
mation of professional competencies of the staff are insufficiently described. 

Modern economic and management dictionaries interpret professional 
competencies as the personal ability of an employee to solve certain types of 
professional tasks. 

On the contrary, foreign scholars consider professional competencies in a 
slightly different perspective, in particular, as personal abilities and personality 
characteristics necessary for the successful conduct of not any professional, but 
only managerial activities [1-4]. If we take into account this point of view, we 
can reduce professional competencies only to the successful implementation of 
management functions, which give the desired effect in the form of achieving 
the target results set by the owners to the company. 

In our opinion, this is a very simplified interpretation of professional com-
petencies, which is not a source that shapes the success of the enterprise. 

Professional competencies are, on the one hand, a complex characteristic 
of knowledge, skills and abilities, and, on the other hand, professional are spe-
cial characteristics of the labor potential of an individual employee, which with 
proper motivation and incentives bring tangible benefits to the company. 

For the formation of professional competencies of the labor or manage-
ment unit requires a wide range of knowledge not only scientific but also so-
cially conditioned. Thus, the combination of socially conditioned and scientific 
knowledge that a person will receive from birth to the moment of entering the 
labor market should be considered as an initial set of knowledge that will pro-
vide a person with any employment and allow receiving income that can meet 
at least physiological needs. At the same time, the dependence of motives for 
obtaining knowledge on internal and external stimuli at this level is always stat-
ic. In other words, a person cannot carry out normal life without food, energy, 
housing and property resources [10]. To obtain these resources, you need any 
employment that will be a source of income for the purchase of resources. 

Under the sum of professional competencies of the company's staff, we 
propose to understand a set of critical for the performance of job responsibili-
ties, as well as general and additional competencies that comprehensively me-
diate the dynamics and structure of intellectual capital [5, 6, 9]. It follows that 
the high quality of intellectual capital of the enterprise will be under the follow-
ing conditions: 

- competencies of the strategic hierarchical level form the maximum con-
tribution; 

- operational level competencies form a significant contribution; 
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- competencies of the tactical level form a minimum contribution [8]. 
In the reverse structure, which forms the sum of professional competencies 

of staff, the quality of intellectual capital of the enterprise can be considered 
low. Thus, considering the main factors that contribute to the formation of pro-
fessional competencies of staff and the impact of this competence of employees 
on the state of intellectual capital, it should be noted that: 

• knowledge, skills, abilities and other abilities of employees must be in 
constant dynamic development, be consistent with the strategic objectives of 
the enterprise; 

• management and business owners should be directly interested in the de-
velopment of professional competencies of staff, as it is the main source of in-
tellectual capital and intellectual value of the enterprise [3, 10]. 

Conclusions. Modern enterprises focused on long-term, competitive and 
sustainable development need to move from disparate to systemic methods and 
models of professional competence management of employees in order to in-
crease the value of intellectual capital and use it to create unique competitive 
enterprises and increase its intellectual value. 
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Аннотация: Обосновано актуальность внедрения системы мотивации 

персонала организации «Хэй-метод», которая основана на анализе работы 
и ее оценке. Проанализирована эффективность внедрения на практике 
теории Макклеланда, основанная на власти, успехе и причастности. Дока-
зано присутствие привыкания как отрицательного эффекта традиционных 
способов мотивации и необходимости развития системы самомотивации 
персонала.  

Abstract: The relevance of introducing the Hay-Method organization per-
sonnel motivation system, which is based on an analysis of work and its evalua-
tion, is substantiated. The effectiveness of the practical implementation of the 
McClelland theory, based on power, success and involvement, is analyzed. The 
presence of addiction as a negative effect of traditional methods of motivation 
and the need to develop a system of staff self-motivation is proved. 

 
В настоящее время существует проблема эффективной мотивации со-

трудников в различных организациях. У правильной мотивации сущест-
вует несколько преимуществ. Например, подчиненные будут выполнять 
работу более сплоченными, качественнее, можно уменьшить срок выпол-
нения работы, что является существенным. 




